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Abstract. This research aimed to analyze the nex@ of transformational leadership (TL),
compensation (CM), and knowledge management (KM) on employee performance (EP) through
work motivation (WM) on engineering consulting companies in Capital Region of Jakarta. This was
a causality research which used survey approach. The analysis unit of this research was some
engineering companies represented by the experts of construction planners. They had high
qualificati@h and they were the members of National Association of Indonesian Consultant
(Inkindo) in Capital Region of Jakarta, Indonesia. The target sample of this research was consulting
company organizations represefid by permanent experts or skilled manpower who worked in
construction planning services. The data collection of this research was primary and secondary by
using structural equation modeling with partial least squares method. The total respondent of this
research was 106 who were the employees from selected engineering consulting companie@fin
Capital Region of Jakarta. TL had a significant effect towards EP through work motivation. CM Tad
a significant effect towards EP through WM. Lastly KM had a significant effect towards EP through
WM. The importance of this research was taken from its context which was conducted in Capital
Region of Jakarta, Indonesia. Moreover, this was one of initial efforts to indicate EP by considering
TL, CM, and KM and to observe the use of EP for engineering consulting companies in Indonesia.
The findings of this research could serve several inputs for organizations in developing the practices
between WM dimension and KM expansion among consulting engineering companies in Capital
Regional of Jakarta, Indonesia.

Keywords: transformational leadership, compensation, knowledge management, employee
performance, work motivation.
JEL Classification: D23, J30.
2
INTRODUCTION

Human resources are essential assets in organizations and companies. The success of
company management is absolutely affected by the quality of human resources in an organization or
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a company (Hamid et al., 2017; Zhang, 2016). The ability of employees in encountering
organizational needs can affect the achievement of an organization’s goals. Employee performance
is undeniably proportional for the organization’s success in every activity (Siddiqui, 2014; Suharto,
Suyanto, and Hendri, 2019). Performance is the result of work achieved by employees based on job
requirements (Anyakoha, 2019; Stoilkovska and Serafimovic, 2017; Suthar, Chakravarthi, and
Pradhan, 2014). Employees’ performance are considered as a result of work that has been achieved
by employee from their work behavior in performing work activities (Pradhan and Jena, 2017).
Companies must enhance employees’ performance in various ways that can be accomplished, such
as improving leadership in a team or in an organization, providing appropriate compensation for
employees’ hard work, and managing knowledge among employees (Suryadharma et al., 2016;
Zaini and Agustian, 2019). Furthermore, work motivation represents result of the company’s efforts
to enhance employees’ performance (Beltran-Martin and Bou-Llusar, 2018; Garg, 2017; Van
Iddekinge et al., 2018). Motivation is considered as a driving factor to enhance employees
performance due to their job satisfaction obtained from the moment when employees are satisfied
with the leadership of organization, compensation, and knowledge management (Ganta, 2014;
Shahzadi et al., 2014).

The leadership has been considered as the important ability to encourage and motivate
employees for committing and achieving the goal (Tyssen, Wald, and Heidenreich, 2014).
Leadership can determine employee’s success. Hence, enhancing employee performance is
inseparable from the role of the leaders (Cho et al., 2020; Kesari and Verma, 2018; Sandvik et al.,
2019). Leadership is a personal ability of influencing employees to achieve company goals (Jyoti
and Bhau, 2015; Zohar and Polachek, 2017) since fair leaders can transport mental support and
respect which will enhance employeeperformance. Thus, work motivation of employees will
increase their performance as they feel comfortable with the presence of leaders who are expected
to be fair and supportive. Work motivation encourages the employees to be productive and to have
a better performance (Priyanto, 2016; Widodo, 2017).

Compensation is defined as paid-award in the form of money and goods for employees’ hard
work in providing services to the organization (Madhani, 2014; Pepper and Gore, 2015; Shin,
2016). In other words, compensation can also be interpreted as a bonus given by the organization.
The bonus aims to increase employees’ motivation at work (Andersen et al., 2012; Fatima, 2017;
Morrell and Abston, 2018). Employees will feel valued when their best efforts for the organization
are appropriately compensated. This will consequently have an effect on employees’ motivation to
continue their best performance. Expecting to accumulate more compensation based on their work.
This can enhance employees’ performance since there is a motivational boost from obtaining
compensation (Priyanto, 2016; Widodo, 2017).

During an intense competition in the industry, the paradigm needs to be changed from
resource-based competitiveness to knowledge-based competitiveness (Novianti, 2019). Knowledge-
based competitiveness emphasizes knowledge and technology, as well as the development of the
company’s human resources (Lendzion, 2015; Perez and Pablos, 2003). To facilitate the
development of human resources, the ability to manage and develop knowledge of the organization
is required (Castro et al., 2020; Llorens and Battaglio, 2010; Meerwarth, Trotter and Briody, 2008).
Knowledge management is defined as an organization’s effort to identify, develop, and distribute
knowledge for elevating an organization’s competitive excellence by recognizing, learning, and
reusing it (Nonaka, 1994; Nonaka, Toyama and Konno, 2000). This effort provides an opportunity
for employees to develop their knowledge about the organization which is expected to grow work
motivation and improve their performance in an organization continuously (Muthuveloo,
Shanmugam, and Teoh, 2017; Samsiah, 2018).

Strong motivation in doing work can create organizational success and maximize the work.
Work motivation itself has an essential role in terms of enthusiasm growth, passion, and pleasure to
work optimally. Motivation is a factor encouraging the other people to perform tasks based on their
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roles in an organization. Motivation also supports the process of determining the intensity,
direction, and perseverance of individuals in achieving goals (Bronkhorst, Steijn and Vermeeren,
2015; U. T. Jensen and Bro, 2018). The concept of motivation often emphasizes stimulation that
arises from an individual (intrinsic motivation) (Auger and Woodman, 2016; Tabernero and
Hernandez, 2011) and outside factors (extrinsic motivation) (King et al., 2013; Reiss, 2012). The
employees who have strong work motivation will have much energy to perform activities. In other
words, It enhances employees’ performance (Hidayat and Heryanto, 2019; Kwapong, Opoku, and
Donyina, 2015; Zainuri and Mundakir, 2018)

The problem occurring recently is an achieve performance in project execution which is
accomplished by engineering companies. It is under optimal. The final work is still far beyond
customer expectations due to delays of project completion. Company delays in work completion
shall be subjected to sanctions and fines per Section 1.10 of Special Task Force for Upstream Oil
and Gas Management on July 26th, 2017. Besides the technical aspects that affect these delays
should be observed from project performance indicating an under optimal employee performance.

The companies practically @jve appreciation for employees in the form of bonuses in case the
project is accomplished on time. The lack of senior employees engineering field, companies require
to start the transformation by implementing knowledge management to enhance employees’
performance and delivering knowledge to other employees. Management has to ensure that every
employee has a secure attachment with the company. Each employee can develop their skill and
strive to manage an individual knowledge into organizational knowledge. It will continuously
enhance their ability to provide additional values for company and customer.

Research factors that affect employees’ performance were aspects consideration of work
motivation as mediating variables. The aspects of work motivation are assumed to intervene with
the effects of leadership, compensation, and knowledge management on performance. The aspects
of work motivation are intended to disclose the effects of leadership, compensation, and knowledge
management on employees” performance.

LITERATURE REVIEW
The Effects of Transformational Leadership (TL) towards Employee Performance (EP)

Transtormational leadership is an individual activity to drive the other people by leading,
guiding, and influencing other people. So. they do something to achieve the expected results
(Groves, 2014; Kwan, 2020). That is in accordance with the process of making other people to
understand and agree with what needs to be done and how the task is performed effectively as well
as a process of facilitating individual and collective efforts to achieve shared goals (Bronkhorst et
al., 2015).

Transtormational leadership has direct positive effects on employee performance. This
hypothesis has been confirmed by previous research (Caillier, 2014; Chammas and Hernandez,
2019).

HI: TL has positive effects towards EP.

Effects of Compensation (CM) towards Employee Performance (EP)

Compensation such as money, direct or indirect goods received by employees are the other
form of company services which are returned (Madhani, 2014). The employee compensations are

payment or reward given by company due to their performance (Khalid and Nawab, 2018; Yan and
Sloan, 2016).
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Compensation has direct positive effects towards employees’ performance. This hypothesis
has been confirmed by Do (2018), Khudhair, Rahman, and Adnan (2020), and Weldon (2012).

H2: CM has positive effects towards EP.
Effects of Knowledge Management (KM) towards Employee Performance (EP)

There are various perspectives in understanding knowledge management provided by
different researchers. Knowledge management is organization ways to identify and enhance the
knowledge for improving excellence (Nonaka and Toyama, 2003; Nonaka et al., 2000). Knowledge
management is inseparable from management function or process. Knowledge management is
systematic steps to manage the knowledge in increasing value and supremacy of organization
(Chawinga and Chipeta, 2017; Sharma and Mishra, 2007).

Knowledge management has direct positive effects towards employees’ performance. This
hypothesis has been confirmed by previous research (Andria and Trisyulianti, 2016; Muthuveloo et
al., 2017; Praharsi, 2016; Sukarta and Lestari, 2019).

H3: KM has positive effects towards EP.
Effects of Work Motivation (WM) towards Employee Performance (EP)

Motivation is a factor encouraging the other people to perform basic tasks from the roles of
organization. Motivation also supports the process of determining the intensity, direction, and
perseverance of individuals to achieve goals (Auger and Woodman, 2016; Ganta, 2014).

The concept of motivation from various sources emphasizing stimulation of (intrinsic
motivation) and outside factors (extrinsic motivation) (Auger and Woodman, 2016; King et al.,
2013; Reiss, 2012).

Motivation has direct positive effects towards employees’ performance. This hypothesis has
been confirmed by previous research (Juniari, Riana, and Subudi, 2015; Kwapong et al., 2015;
Zainuri and Mundakir, 2018).

H4: WM has positive effects towards EP.

Effects of Transformational Leadership (TL), Compensation (CM), and Knowledge
Management (KM) towards Work Motivation (WM)

Strategies in increasing employee motivation are part of human resources development and
the affecting factors can be analyzed. Previous researches in accordance with employees’ work
motivation have been conducted for years.

TL has positive effects towards work motivation. This hypothesis has been confirmed by
Bronkhorst et al. (2015) and Jensen and Bro (2018). Compensation has a positive effect towards
work motivation. This hypothesis has been confirmed by Priyanto (2016) and Widodo (2017).
Knowledge management has a positive effect towards work motivation. This hypothesis has been
confirmed by Ganjinia, Salimi, and Ghasabsaraei (2014) and Usman and Musa (2012).

H5: TL has positive effects towards WM.

H6: CM has positive effects towards WM.
H7: KM has positive effects towards WM.
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Effects of Transformational Leadership (TL), Compensation (CM), and Knowledge
Management (KM) towards Employee Performance (EP) through Work Motivation (WM)

Strategies in increasing employee performance are part of HR development when employee
performance can be analyzed from those factors. Previous researches in accordance with the
development of employees’ performance have been conducted for years.

TL has a positive effect towards EP through WM. This hypothesis has been confirmed by
previous research (Arman, Wardi, and Evanita, 2020; Priyanto, 2016; Widodo, 2017).

CM has a positive effect towards EM through WM. This hypothesis has been confirmed by
previous research (Priyanto, 2016; Widodo, 2017).

The researches related to the effects of knowledge management on employee performance
through work motivation have not existed yet in which the subject is interesting to discuss.

H&: TL is positively related to EP through WM.

HO9: CM is positively related to EP through WM.
H10: KM is positively related to EP through WM.
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Figure 1. Research Framework
Source: Own compilation.
PAPER OBJECTIVE

This research aims to analyze transformational leadership, compensation, and knowledge
management in affecting employees’ performance through work motivation as mediating variables.

METHODOLOGY

Sample and Procedure
This was an associative research with the causal correlation and it aimed to indicate
correlation between a variable and the other related variables.
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Ehis rescarch used quantitative method that produced structured data. Hence, the researcher
could perform the process of quantifying data by changing the original data into objective data
(Boeren, 2018; Daniel, 2016).

In order to validate the hypothesized model which was shown on Figure 1, the research object
was members of construction planners of consulting companies. They were known as National
Association of Indonesian Consultant (Inkindo) with high qualification. This research was
conducted on January to April, 2020 in Jakarta.

The analysis units of this research were engineering companies represented by the experts of
consulting engineering of construction planners. The sample of this research was taken from
consulting companprganizations.

The types of data used in this were primary and secondary. Primary data of this research was
obtained by from questionnaire distribution to 106 respondents out of 150 company representatives
who participated in this research. Research measurement used Likert scale. Secondary data in this
research was obtained from project performance reports, employee management, and data of
employees’ attendance. In this research, the method of processing and analyzing the data was SEM
based on component or variance with partial least squares (PLS) using SmartPLS 3.2.8.

The sample used in this research could reach the minimum model of 100 samples Hair, Ringle
and Sarstedt (2011) and Hair et al. (2014) for structural equation modeling (SEM) analysis.

Data Collection Measurement

The data used in this research included data on TL, CM, KM, WM, and EP collected from
questionnaires design which used Likert scale. In this scale, the submission statement included five
alternative answer] These statements were TL, CM, KM, WM, and EP and they used Likert scale.
The details were as follows SD (Strongly Disagree) = 1, D (Disagree) = 2, N (Neutral) = 3, A
(Agree) =4, and SA (Strongly Agree) =5.

Seven items of TL scale based on Carless, Wearing, and Mann (2000). Ten items of CM scale
based on Rahman and Singh (2019). Twenty-two items of KM scale based on Darroch (2003), Lee
and Wong (2015), and Wang et al. (2008). Nine items of WM scale based on Weinstein and Ryan
(2010). Five items of EP based on Williams and Anderson (1991).

RESULT AND DISCUSSION

Measurement Model
@ Evaluation of measurement model (outer model) was performed to determine the validity and
reliability which related to the indicator of latent variable. There were three crigjria of data analysis
techniques which used SmartPLS 3.2.8 to evaluate outer model such as convergent validity,
discriminant validity, composite reliability, and average variance extracted (AVE) (Cepeda-Carrion
etal., 2019; Hair et al., 2019).

Convergent validity of measurement model with reflective indicators was evaluated by using
correlation between item and component scores of PLS software. Personal measurement was in a
high level, if the correlation was above 0.70 with constructive measurement (Hair et al., 2014).

In this research, a number of limiting factors of 0.70 were used. There was still an outer
loading value under. Because it had low convergent validity value, the statement items under
needed to delete. Four indicators on TL needed to delete; they were TL2, TL4, TL5, and TL15. In
the CM construct, three indicators needed to delete; they were, CM2, CM9, and CM10. In the KM
construct, 14 indicators needed to delete: they were, KM1, KM2, KM3, KM4, KM5, KM6, MP9,
KMI11, KM13, KMI15, KM16, KM17, KM19, and KM22. In the WM construct, four indicators
needed to delete; they were WM4, WMS, WM7, and WM 0. In the EP construct, there were four
indicators that needed to delete; they were EP5, EP6, EP8, and EP11. The results of data processing
on loading values under which were deleted are shown in Figure 2.
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Figure 2. Results of the Structural Equation Modeling

Source: Own compilation.

Discriminant Validity Analysis

After ensuring all indicators which were from the latent variables, there were constructs of the
latent variables. The next step was to test the discriminant validity. Discriminant validity also
needed to finish. Thus, the scale did not have to comprise two samegjonstructs.

To indicate the correlation of constructs, it must be under 0.90. If the correlation between
constructs was 0.90 or more and multicollinearity between constructs which occurred (Hair et al.,
2014). The results of discriminant validity testing were shown in Table 1.
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As shown in Table 1, there was no multicollinearity between variables because each construct
measured the different subject. This was an evident from the correlation value among constructs
that were less than 0.90.

Table 1.
Discriminant Validity

TL EP CM KM WM
TL 0.802
EP 0.745 0.814
CM 0.724 0.755 0772
KM 0.298 0.481 0.287 0.773
WM 0.771 0.779 0.744 0.496 0.783

Source: Own compilation.

Reliability Evaluation and AVE
The validity and reliability criteria could also be observed from the reliability value of a
construct and the AVE value of each construct. It can be said that theBonstructs have high
reliability, if the reliability value was 0.70 and AVE value was above 0.50 (Hair et al., 2014). The
CR indices of each scale were all higher than the level of 0.70 recommended by Fornell and Larcker
(1981). Table 2 presents Cronbach’s alpha, composite reliability (CR), and AVE values for all
variables.

Table 2.
Internal Consistency and Reliability
Constructs/Indicators Factor loading Cronbach’s alpha CR AVE
1 2 3 4 5

TL1 0.762

TL10 0.779

TL11 0.707

TL12 0.731

TL13 0.733

TL14 0.723 0919 0932 0.554

TL3 0.712

TL6 0.773

TL7 0.765

TLS 0.728

TL9 0.773

CM1 0.735

CM3 0.740

CM4 0.723

CMS 0.789 0.874 0.903 0.570

CM6 0.769

CM7 0.754

CM8 0.772

KM10 0.796

KM12 0.804

KM14 073

KM18 0.823

KM20 0.750

KM21 0.812 0.933 0942 0.597

KM23 0.773

KM24 0.771

KM25 0.769

KM7 0.728

KM8 0.740

Table continuation is on the next page
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Table continuation

! 2 3 4 5
WMI1 0.764
WM11 0.794
WM12 0.764
WM2 0.811
WM3 0.762 0.902 0.921 0.595
WM6 0.745
WMS 0.795
WM9 0.730
EP1 0.774
EP10 0.785
EP12 0.761
EP2 0.742 .
EP3 0.764 0.907 0.925 0.607
EP4 0.831
EP7 0.789
EP9 0.785

Source: Own compilation.

As shown in Table 2, TL, CM, KM, WEE) and EP had composite reliability above ESO and a
Cronbach’s alpha value above 0.70. Hence, it can be concluded that the indicators used in every
variable have good reliability or able to measure its construct (Hair et al., 2014). However,
Cronbach’s alpha value generated by PLS is slightly underestimated. Therefore, it is recommended
to use the composite reliability value (Peterson and Kim, 2013). Likewise, with AVE value, TL,
CM, KM, WM, and EP have an AVE value above 0.50. Therefore, it can be said that each variable
has high discriminant validity.

E)ructural Model

Inner model or structural model testing is conducted to observe the correlation between the
constructs, significance value, and R’ of the research model (Hair et al., 2019). The dependent
construct of t-test of structural model was evaluated by Eing R? as well as the significance of
structural path parameters coefficient. The assessment of a model with PLS started by looking at the
R for each latent dependent variable. Table 3 shows the results of R” estimation using SmartPLS.

Table 3
R-square results
Variable R’ R’? adjusted
EP 0.868 0.863
WM 0.742 0.734

Source: Own compilation.

Table 3 shows the R value for EP obtained at 0.868 and for WM obtained atfiy742. These
results indicated that 86.8% of EP could be affected by TL, CM, KM, and WM, the rest were
influenced by other variables thaffijere not included in the research. However, 74.2% of WM was
influenced by TL, CM, and KM, the rest was influenced by other variables that are not found in the
research.

Furthermore, the total value of R’ (see Table 2) was used for predictive relevance (Qz). The
predictive relevance (% and the effect Q° or effect of exogenous constructs were measured by
blindfolding approach on endogenous constructs (Henseler, Ringle, and Sinkovies, 2009). As
shown in Table 2. the value of Q” in this research could be measured by the following calculation:
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Q’=1-(1-R1%)(1-R2)

Q’=1-(1-0.868)(1-0.742)

Q’=1-(0.132) (0.258)

Q* =0.965944

The predictive value of relevance (Q?) for the structural model in this research was 0.9659 or
96.59%. It meant that the model was able to explain the phenomenon of performance associated
with several variables, such as; TL, CM, KM, and WM. Therefore, it can be said that the model had
an impressive predictive value. In conclusion, the model could be used for hypothesis testing.

%y pothesis Testing

Based on the hypothesis testing path diagram in Figure 3, all indicators on each variable had a
higher statistical value than 1.66 (T-statistic). To test the correlation between variables (hypothesis
(HAting), the statistical value of the SmartPLS output was compared to the value of the table. Table 4
provides the results of the correlation between constructs (variables).

Table 4
Direct effect
Relationship Beta T-statistic P-value Comments
TL = EP 0.183 2.030 0.021 Support
TL =2 WM 0464 5063 0.000 Support
CM = EP 0.161 2323 0.010 Support
CM=> WM 0333 4.048 0.000 Support
KM = EP 0.076 1.254 0.105 Not Support
KM 2> WM 0262 3967 0.000 Support
WM = EP 0.613 5.638 0.000 Support
TL=>WM=2>EP 0285 3469 0.000 Support
CM~=>WM=>EP 0205 3911 0.000 Support
KM=>WM=>EP 0.161 2753 0.003 Support

Source: Own iompitarimz.
4
In Figure 3, the analysis of path coefficients and level of significance shows that all direct
paths were significant except the one between KM and EP. Besides, thdltesult discovered that KM
had no significant effect towards EP (B = 0.076, p = 0.5). Table 3 Showed that all paths were
significant on indirect effect. We made bootstrap contest with 5.000 sub-samples to estimate the ¢-
values and to assess the level of significance for specific indirect effect as shown in Table 5.
Table 5
Specific Indirect Effect

Relationship Beta T-statistic P-value Comments
TL=-> WM EP 0285 3469 0.000 Support
CM~>WM-=>EP 0205 3911 0.000 Support
KM->WM->EP 0.161 2753 0.003 Support

Source: Own compilation.
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Figure 3. Hypothesis Testing Path

Source: Own compilation.

Based on the path parameter coefficients obtained in Table 4 and Table 5 and the explanation
above, the formed research equation model can be explained in Figure 4.
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Figure 4. Research Model
Source: Own compilation.

In the research model, the effect of KM towards EP had a smaller coefficient than the subjects
of TL and CM. It meant that TL and CM had higher effects towards EP than on KM.

Ellediation Effect Test

Influence analysis was implemented to analyze the strength of influence between variables,
both direct and indirect, and the total effects. The immediate effect was nothing but the coefficients
of all coefficient lines with one ended an arrow. This research model illustrated that TL, CM, KM,
and WM had a direct effect towards EP.

Indirect effects were the effects that arose through an intermediate variable. In this research
model, WM provided an indirect effect towards EP. Table 5 shows the indirect effects in this
research. As {gfgwn in Table 5, the results of the indirect effect of TL towards EP through WM with
p-values of 0.000 < 0.05gggere significant. The results of indirect effects of CM towards EP through
WM with p-values of 0.000 < 0.05 were significant. The results of indirect effect of KM towards
EP through WM with p-values of 0.003 < 0.05 were significant.

Discussion

The results of hypothesis testing on effect direction of TL towards EP are significant. It is
supported by the previous research (Jensen, Potoénik, and Chaudhry, 2020; Ng, 2017) which shows
that TL has affected EP. The implication of this research is that TL can affect individual
performance. Supervisors can affect employees to struggle more or to strive in achieving
organizational goals. Supervisors who are -task and relationship- oriented persons, are consistent,
responsible, and concernffo the employees in their jobs. This situation shows that good leadership
can enhance employees’ performance.

The results of hypothesis testing on the effect direction of CM towards EP are significant. It is
supported by previous researches (Sukarta and Lestari, 2019; Weldon, 2012) which stated that
compensation affects employees’ performance. This research implies that compensation can affect
individual performance. Compensation for employees are usually given monthly in the form of
financial and non-financial compensation (Malinda, Dewi, and Gamayuni, 2019). The situation

n
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shows that the amount of payment provided can affect employees’ performance. A sound
compensation system will have double effects in the company, which are, the result of operational
costs and the effect of work behavior (Do, 2018; Khudhair et al., 2020; Madhani, 2014; Weldon,
2012)p

The results of hypothesis testing on the effect direction of KM towards EP are not significant.
It is not consistent with the previous research (Andria and Trisyulianti, 2016; Muthuveloo et al.,
2017; Praharsi, 2016; Sukarta and Lestari, 2019). Thus, this result is consistent with the research
conducted by Afqarina and Dihan (2019), which stated that negative influence on employees’
performance come from knowledge management. By conducting this research, the correlation
between knowledge management and employees’ performan@ hypothesis are clear. In this case,
organization has to find more methods to increase employees’ performance.

The results of hypothesis testing on the effect direction of WM towards EP are not significant.
It is consistent with the previous research (Juniari et al., 2015; Kwapong et al., 2015; Zainuri and
Mundakir, 2018), which stated that work motivation has a significant effect on employees’
performance. Motivation is the supporting factor in performing an activity and has a significant
effect on employees’ performance. Employees’ performance is a comparison between the input and
output or the ratio of results obtained from resources (employees) since employees are the essential
factors of production. To optimize the employees’ work, supervisors, it needs to motivate their
employees. Motivating employees can be conducted in several ways; for example, the existence of
positive motivation such as providing gifts, bonuses, awards, and job promotions. By contrast,
allocating negative motivation can be conducted by providing warnings or penalties for employees
who comnff mistakes. Employees’ performance is also a factor that determines the whole
company’s performance.

The results of hypothesis testing on the effect direction of TL towards WM are significant.
They are consistent with the researches by Priyanto (2016) and Widodo (2017), stated that
leadership affects work motivation. The leadership factor plays an essential role since the leaders
are the individuals to move and direct the organization in achieving goals. At the same time, this is
not an easy task as they have to understand each employee’s different behavior. Employees can be
affected in the same way as they can be motivated to work effectively and efficiently. To enable
employees for increasing the volume and quality of their work, it is the responsibility of the leaders
of ordfhization to motivate them.

The results of hypothesis testing on the effect direction of CM on WM are significant. They
are consistent with the previous researches (Andersen et al., 2012; Forest, 2008; Morrell and
Abston, 2018; Priyanto, 2016; Widodo, 2017). Compensation is the primary source of income for
employees to support themselves and their families. An adequate compensation is the most
powerful motivational instrument for companies to encourage employees to work properly
(Andersen et al., 2012; Morrell and Abston, 2018). Inadequate compensation will make them less
interested in working hard and allowed them to work uneasily. Organizations need to re-confirm
whether the compensation which they have given to employgfj is appropriate. It is essential to be
noted as it affects the motivation of work, in accordance with the results of this research.

The results of hypothesis testing on the effect direction of KM towards WM are significant.
They are consistent with the previous researches (Ganjinia et al., 2014; Usman and Musa, 2012).
The information technology application in managing knowledge at the company will ease the
employees to learn independently. The knowledge management portal can be accessed by all
employees from the private office. The company’s leaders strive to facilitate employees’ curiosity
regarding learning from previous projects. During project execution, employees are required to fill
in digital forms in the portal as a knowledge from other disciplines, in accordance with Bandera et
al. (2017), Nonaka (2009), and Nonaka et al. (2000), where knowledge acquisition and knowledge
creation can be performed by individuals working in organizations. It relates to the company’s
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commitment in building intellectual capital and creating an environment for collaborative
knowledge sharing as well.

The results of hypothesis testing on the effect direction TL towards EP through WM are
significant. They are consistent with the researches by Priyanto (2016) and Widodo (2017), which
stated that motivation mediates the effects of leadership on employees’ performance. The results of
hypothesis testing find the evidence that work motivation significantly mediates the effects of
leadership on employees’ performance. Based on the results of hypothesis testing, the coefficient
value of leadership indirect effect on employees’ performance was higher than the coefficient value
of leadership direct control on employees’ performance. The direct effect of leadership on
performance is 0.183, whereas the indirect effect through motivation is 0.285. It is illustrated that in
TL and EP, achievement that is prioritized more than mediated by WM. Hypothesis testing results
also indicates that leadership has an indirect effect on employees’ performance through work
motivation. Work motivation becomes a mediating variable between leadership and achievement. It
is explained that the right direction is able to affect employees in performing their duties voluntarily
and to accept their effects by their expectations. Moreover, a high motivation will make employees
more focused and attentive to struggle in achieving consistent work results and satisfied the
company’s expectations (Groening and Binnewies, 2019; Kiuru et al., 2020), to develop the better
employees’ performance (Eide, Saether, and Aspelund, 2020). Another good effect is that project
compltion performance shall be accomplished on time.

The results of hypothesis testing on the effect direction of CM towards EP through WM are
significant. They are consistent with the previous researches (Priyanto, 2016; Widodo, 2017). The
results of hypothesis testing find evidence that work motivation significantly mediates the effect of
compensation on employees’ performance. Based on the results of hypothesis testing, the
coefficient value of compensation indirect effect on employees’ performance is higher than the
compensation direct effect on employees’ performance. The direct effect of compensation on
performance is 0.161, whereas the indirect effect through motivation is 0.205. It is illustrated that in
compensation and employees’ performance, achievement that is prioritized more than mediated by
work motivation. Hypothesis testing results illustrated that compensation is a subject that must be
considered by the company as an effort to increase work motivation. Employees who are motivated
by the amount of salary and benefits will work earnestly and energetically (Andersen et al., 2012;
Fatima, 2017; Weldon, 2012), eager to do the tasks given by the company. The provision of salaries
and benefits that are considered as appropriate will affect the company’s performance. However, it
is the fact that employees have to comprehend the conditions of compensation level conducted by
the company. It has been two years that the company has not evaluated the compensation internally.
This condition makes the employees aware of company’s ability to provide compensation in the
form {f wage or salary.

The results of hypothesis testing on the effect direction of KM towards EP through WM are
significant. The results of hypothesis testing find evidence that work motivation significantly
mediates the effect of knowledge management on employees’ performance. Based on the results of
hypothesis testing, the coefficient value of knowledge management indirect effect on employees’
performance is higher than the knowledge management from the direct effect on employee
performance. The compensation direct effect on performance is 0.076, whereas the indirect effect
through motivation is 0.161. It is illustrated that in knowledge management and employee
performance, achievement that is prioritized more than mediated by work motivation.

Organizations and companies that focus on knowledge management enable the employees to
be more productive and encouraged to grow and share their knowledge (knowledge sharing) (Bure§
and Stropkova, 2014; Shujahat et al., 2019; Torabi and El-Den, 2017). Knowledge sharing is the
process of disseminating and exchanging information, ideas, experiences, and knowledge through
communication and social interaction performed by individuals and other individuals, individuals
and groups, and between the inside groups and outside companies to acquire new knowledge
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(Bandera et al., 2017; Farnese et al., 2019; Nonaka et al., 2014). Increasing knowledge can produce
innovations which will improve the employees’ performance (Audretsch and Belitski, 2020;
Ballestar et al., 2020).

The application of knowledge management is not optimized at this moment, but in some pilot
projects, it has been implemented quite well. The desire of employees in archiving all findings and
suggestions in the knowledge management portal makes the customers familiar with the company.
It is proven from the function of knowledge management portal to help the employees identifying
similar problems that may occur in the next project. Moreover, it can increase the speed and
performance of project completion.

CONCLUSION

This research analyzes the effects of direct and indirect TL, CM, and KM through WM
towards EP. Statistics shows that leadership and compensation affect employees’ performance
directly and indirectly through work motivation. Thus, knowledge management only has an indirect
effect on employees’ performance.

It can be said that work motivation has its own role in encouraging the company’s efforts. It is
specifically to encourage employees’ performance by enhancing leadership, compensation, and
knowledge management, in terms of quality resources improvement. Leadership with clear and
correct directions and goals can easily affect employees to perform their duties voluntarily and
accepted the leaders’ effects with their expectations. These can increase the employees’ motivation.
Furthermore, compensation motivates employees to perform the tasks assigned by the leaders
appropriately. Knowledge management can develop the desire of knowledge sharing. Also. it can
encourage employees’ work motivation.

In conclusion, these variables encourages employees’ work motivation in increasing
employees’ capacity, productivity, and performance.

The efforts which improve performance are mainly determined by leadership. Therefore,
management at engineering consulting companies should further enhance the leadership role. It can
be achieved by explaining the company’s objectives and trusting the ability of their employees.

Knowledge needs to be managed properly, including employees, information technology, and
collaboration. Work motivation should be enhanced by providing different methods in order to
make the employees’ better performance.

ACKNOWLEGEMENT

The researcher is highly appreciated to Sekolah Tinggi Manajemen Labora, Jakarta, Indonesia
for supporting this research.

REFERENCES

Afqarina, R. and Dihan, F. N. (2019), “The influence of knowledge management and organizational
learning on organizational performance through innovation as an intervening variable”,
Kajian Bisnis Sekolah Tinggi llmu Ekonomi Widya Wiwaha, 27(1), pp. 73-91. Available at:
https://doi.org/10.32477/1kb.v2711.96, (in Indonesian).

Andersen, L. B., Eriksson, T., Kristensen, N. and Pedersen, L. H. (2012), “Attracting public service
motivated employees: How to design compensation packages”, International Review of
Administrative Sciences, 78(4), Pp- 615-641. Available at:
https://doi.org/10.1177/0020852312455298.

Andria, V. and Trisyulianti, E. (2016), “Implementation of knowledge management and its effect on
organizational performance at PT. Telekomunikasi Indonesia™, Jurnal Manajemen Dan

N
LN




MANAGEMENT AND ENTREPRENEURSHIP: TRENDS OF DEVELOPMENT
ISSUE 1 (15), 2021

Organisasi, 2(2), pp. 154-171. Available at: https://doi.org/10.29244/jmo.v2i2.14204, (in
Indonesian).

Anyakoha, C. (2019), “Job analysis as a tool for improved organizational performance of SMEs in
Lagos, Nigeria”, Central European Journal of Labour Law and Personnel Management,2(1),
pp- 7-16. Available at: https://doi.org/10.33382/cejllpm.2019.02.01.

Arman, R., Wardi, Y. and Evanita, S. (2020), “The Effect of Leadership and Motivation on
Employee Performance”, 2nd Padang International Conference on Education, Economics,
Business and Accounting (PICEEBA-2 2018), 64, pp. 1043-1051. Available at:
https://doi.org/10.4108/eai.8-10-2018.2289289.

Audretsch, D. B. and Belitski, M. (2020), “The role of R and D and knowledge spillovers in
innovation and productivity”, European Economic Review, 123, 103391. Available at:
https://doi.org/10.1016/j euroecorev.2020.103391.

Auger, P. and Woodman, R. W. (2016), “Creativity and Intrinsic Motivation: Exploring a Complex
Relationship”, Journal of Applied Behavioral Science, 52(3), pp. 342-366. Available at:
https://doi.org/10.1177/0021886316656973.

Ballestar, M. T., Diaz-Chao, A., Sainz, J. and Torrent-Sellens, J. (2020), “Knowledge, robots and
productivity in SMEs: Explaining the second digital wave”, Journal of Business Research,
108 (November 2019), pp- 119-131. Available at:
https://doi.org/10.1016/) jbusres.2019.11.017.

Bandera, C., Keshtkar, F., Bartolacci, M. R., Neerudu, S. and Passerini, K. (2017), “Knowledge
management and the entrepreneur: Insights from Ikujiro Nonaka’s Dynamic Knowledge
Creation model (SECI)”, International Journal of Innovation Studies, 1(3), pp. 163-174.
Available at: https://doi.org/10.1016/].1jis.2017.10.005.

Beltran-Martin, 1. and Bou-Llusar, J. C. (2018), “Examining the intermediate role of employee
abilities, motivation and opportunities to participate in the relationship between HR bundles
and employee performance”, BRQ Business Research Quarterly, 21(2), pp. 99-110. Available
at: https://doi.org/10.1016/;.brq.2018.02.001.

Boeren, E. (2018), “The Methodological Underdog: A Review of Quantitative Research in the Key
Adult Education Journals”, Adult Education Quarterly, 68(1), pp. 63-79. Available at:
https://doi.org/10.1177/0741713617739347.

Bronkhorst, B., Steijn, B. and Vermeeren, B. (2015), “Transformational Leadership, Goal Setting,
and Work Motivation: The Case of a Dutch Municipality”, Review of Public Personnel
Administration, 35(2), pp- 124-145. Available at:
https://doi.org/10.1177/0734371X13515486.

Bures, V. and Stropkova, A. (2014), “Labour Productivity and Possibilities of its Extension by
Knowledge Management Aspects”, Procedia — Social and Behavioral Sciences, 109, pp.
1088-1093. Available at: https://doi.org/10.1016/j.sbspro 201312 592,

Caillier, J. G. (2014), “Toward a better understanding of the relationship between transformational
leadership, public service motivation, mission valence, and employee performance: A
preliminary study”, Public Personnel Management, 43(2), pp. 218-239. Available at:
https://doi.org/10.1177/0091026014528478.

Carless, S. A., Wearing, A. J. and Mann, L. (2000), “A short measure of transformational
leadership”, Journal of Business and Psychology, 14(3), pp. 389-405. Available at:
https://doi.org/10.1023/A:1022991115523.

Castro, M. V. de M., de Aratijo, M. L., Ribeiro, A. M., Demo, G. and Meneses, P. P. M. (2020),
:Implementation of strategic human resource management practices: a review of the national
scientific production and new research paths”, Revista de Gestdo, 27(3), pp. 229-246.
Available at: https://doi.org/10.1108/rege-10-2018-0102.




Baskoro, B. D., Widjaja, B. T. and Sudarmadji (2020), “The nexus of transformational leadership, compensation
and knowledge management towards employee performance: mediation role of work motivation”, Management and
entrepreneurship: trends of development, 1(15), pp. 41-64. Available at: https://doi.org/10.26661/2522-1566/2021-1/15
03

Cepeda-Carrion, G., Cegarra-Navarro, J. G. and Cillo, V. (2019), “Tips to use partial least squares
structural equation modelling (PLS-SEM) in knowledge management”, Journal of Knowledge
Managenient, 23(1), pp. 67-89. Available at: https://doi.org/10. 1108/ JKM-05-2018-0322.

Chammas, C. B. and Hernandez, J. M. da C. (2019), “Comparing transformational and instrumental
leadership”, Innovation and Management Review, 16(2), pp. 143-160. Available at:
https://doi.org/10.1108/inmr-08-2018-0064.

Chawinga, W. D. and Chipeta, G. T. (2017), “A synergy of knowledge management and
competitive intelligence: A key for competitive advantage in small and medium business
enterprises”, Business Information Review, 34(1), pp. 25-36. Available at
https://doi.org/10.1177/0266382116689171.

Cho, J., Schilpzand, P., Huang, L. and Paterson, T. (2020), “How and When Humble Leadership
Facilitates Employee Job Performance: The Roles of Feeling Trusted and Job Autonomy”,
Journal of  Leadership and Organizational Studies. Available at:
https://doi.org/10.1177/1548051820979634.

Daniel, E. (2016), “The Usefulness of Qualitative and Quantitative Approaches and Methods in
Researching Problem-Solving Ability in Science Education Curriculum”, Journal of
Education and Practice, 7(15), Pp. 91-100. Available at:
https://files.eric.ed.gov/fulltext/EJ 1103224 pdf (Accessed 2 December 2020).

Darroch, J. (2003), “Developing a measure of knowledge management behaviors and practices”,
Journal  of  Knowledge  Management, 7(5), pp. 41-54. Available at
https://doi.org/10.1108/13673270310505377.

Do, T. T. (2018), “How spirituality, climate and compensation affect job performance”, Social
Responsibility Journal, 14(2), pp. 396-409. Available at: https://doi.org/10.1108/SRJ-05
2016-0086.

Eide, A. E., Saether, E. A. and Aspelund, A. (2020), “An investigation of leaders’ motivation,
intellectual leadership, and sustainability strategy in relation to Norwegian manufacturers’
performance”, Journal of Cleaner Production, 254, 120053. Available at:
https://doi.org/10.1016/].jclepro.2020.120053.

Farnese, M. L., Barbieri, B., Chirumbolo, A. and Patriotta, G. (2019), “Managing knowledge in
organizations: A nonaka’s SECI model operationalization”, Frontiers in Psychology, 10
(December), pp. 1-15. Available at: https://dot.org/10.3389/fpsyg.2019.02730.

Fatima, Z. (2017), “Two Major Antecedents of Salesforce Motivation: Salesforce Control Systems
and Compensation Plans”, Compensation and Benefits Review, 49(2), pp. 87-101. Available
at: https://doi.org/10.1177/08863687 18772254

Forest, V. (2008), “Performance-related pay and work motivation: Theoretical and empirical
perspectives for the French civil service”, International Review of Administrative Sciences,
74(2), pp- 325-339. Available at: https://doi.org/10.1177/0020852308089907.

Fornell, C. and Larcker, D. F. (1981), “Structural Equation Models with Unobservable Variables
and Measurement Error: Algebra and Statistics”, Journal of Marketing Research, 18(3), p.
382. Available at: hitps://doi org/10.2307/3150980.

Ganjinia, H., Salimi, M. S. B. and Ghasabsaraei, M. Y. (2014), “Knowledge Management Role in
Motivating Employees through Supervisory Control and Perceived Organizational Support
and Its Impact on Knowledge Sharing in Red Crescent Society of Guilan Province”, Kuwait
Chapter of Arabian Journal of Business and Management Review, 3(9), pp. 325-333.
Available at: https://doi.org/10.12816/0018355.

Ganta, V. C. (2014), “Motivation in the Workplace To Improve the Employee Performance Vinay
Chaitanya Ganta”, International Journal of Engineering Technology Management and
Applied  Sciences ~ Www.ljetmas.Com, 2(6), pp. 2349-4476. Available at:
http://www.ijetmas.com/admin/resources/project/paper/f201411201416479373 pdf (Accessed
2 December 2020).

LN




MANAGEMENT AND ENTREPRENEURSHIP: TRENDS OF DEVELOPMENT
ISSUE 1 (15), 2021

Garg, N. (2017), “Workplace spirituality and organizational performance in indian context:
Mediating effect of organizational commitment, work motivation and employee engagement”,
South Asian Journal of Human Resources Management, 4(2), pp. 191-211. Available at:
https://doi.org/10.1177/2322093717736134.

Gerardine, E. and Belinda, G. (2018), “The effect of compensation on employee performance with
work motivation as mediation at Java Paragon Hotel and Residence, Jurnal Hospitality dan
Manajemen Jasa, 6(2), pp- 528-539. Available at:
http://publication.petra.ac.id/index .php/manajemen-perhotelan/article/view/7532 (Accessed 2
December 2020), (in Indonesian).

Groening, C. and Binnewies, C. (2019), “Achievement unlocked!” — The impact of digital
achievements as a gamification element on motivation and performance”, Computers in
Human  Behavior, 97  (February  2019), pp. 151-166.  Available at:
https://doi.org/10.1016/).chb.2019.02.026.

Groves, K. S. (2014), “Examining Leader-Follower Congruence of Social Responsibility Values in
Transformational Leadership”, Journal of Leadership and Organizational Studies, 21(3), pp.
227-243. Available at: https://doi.org/10.1177/1548051813498420.

Hair, Joe F., Ringle, C. M. and Sarstedt, M. (2011), “PLS-SEM: Indeed a silver bullet”, Journal of
Marketing ~ Theory — and  Practice,  19(2), pp. 139-152.  Available at:
https://doi.org/10.2753/MTP1069-6679190202.

Hair, Joe F., Sarstedt, M., Hopkins, L. and Kuppelwieser, V. G. (2014), “Partial least squares
structural equation modeling (PLS-SEM): An emerging tool in business research”, European
Business Review, 26(2), pp. 106-121. Available at: https://doi.org/10.1108/EBR-10-2013
0128.

Hair, Joseph F., Sarstedt, M. and Ringle, C. M. (2019), “Rethinking some of the rethinking of
partial least squares”, European Journal of Marketing, 53(4), pp. 566-584. Available at:
https://doi.org/10.1108/EIM-10-2018-0665.

Hamid, M., Maheen, S., Cheem, A. and Yaseen, R. (2017), “Impact of Human Resource
Management on Organizational Performance”, Journal of Accounting and Marketing, 06(01),
pp. 1-7. Available at: https://doi.org/10.4172/2168-9601.1000213.

Henseler, J., Ringle, C. M. and Sinkovics, R. R. (2009), “The use of partial least squares path
modeling in international marketing”, Advances in International Marketing, 20(2009), pp.
277-319. Available at: https://doi.org/10.1108/S1474-7979(2009)0000020014.

Hidayat, R. and Heryanto. (2019), “The Effect of Motivation and Compensation on Employee
Performance With Work Satisfaction As Intervening (Case Study in the Technical
Department of PT Semen Padang)”, Archives of Business Research, 7(11), pp. 78-90.
Available at: https://doi.org/10.14738/abr.711.6892,

Jensen, M., Poto¢nik, K. and Chaudhry, S. (2020), “A mixed-methods study of CEO
transformational leadership and firm performance”, European Management Journal, 38(6),
pp- 836-845. Available at: https://doi.org/10.1016/].em}.2020.05.004.

Jensen, U. T. and Bro, L. L. (2018), “How Transformational Leadership Supports Intrinsic
Motivation and Public Service Motivation: The Mediating Role of Basic Need Satisfaction”,
American Review of Public Administration, 48(6), pp. 535-549. Available at:
https://doi.org/10.1177/0275074017699470.

Juniari, N. K. E., Riana, I. G. and Subudi, M. (2015), “The effect of motivation on work satisfaction
and employee performance of government employees at STP Nusa Dua Bali”, E-Jurnal
Ekonomi Dan Bisnis Universitas Udayana, 4(11), pp. 823-840. Available at:
https://ojs.unud.ac.id/index php/EEB/article/view/141809/12270 (Accessed 2 December 2020),
(in Indonesian).




Baskoro, B. D., Widjaja, B. T. and Sudarmadji (2020), “The nexus of transformational leadership, compensation
and knowledge management towards employee performance: mediation role of work motivation”, Management and
entrepreneurship: trends of development, 1(15), pp. 41-64. Available at: https://doi.org/10.26661/2522-1566/2021-1/15
03

Jyoti, I. and Bhau, S. (2015), “Impact of Transformational Leadership on Job Performance:
Mediating Role of Leader-Member Exchange and Relational Identification”, SAGE Open,
5(4). Available at: https://dot.org/10.1177/21582440156 12518,

Kesari, B. and Verma, B. K. (2018), “Does the leadership style impacts on employee outcomes? A
study of Indian steel industry”, Global Business Review, 19(6), pp. 1602-1621. Available at:
https://doi.org/10.1177/0972150918793734.

Khalid, K. and Nawab, S. (2018), “Employee Participation and Employee Retention in View of
Compensation”, SAGE Open, 8(4). Available at: https://doi.org/ 101 177/2158244018810067.

Khudhair, F. S., Rahman, R. A. and Adnan, A. A. B. Z. (2020), “The Relationship between
Compensation Strategy and Employee Performance among Academic Staff in Iraqi
Universities: A Literature Review”, International Journal of Academic Research in Business
and Social Sciences, 10(1), pp. 251-263. Available at: https://doi.org/10.6007/ijarbss/v10
i1/6848.

King, H. C., Pastel, R., Ward, P. and Wallace, C. (2013), “Extrinsic motivation and user
performance”, Proceedings of the Human Factors and Ergonomics Society, pp. 1017-1021.
Available at: https://doi.org/10.1177/1541931213571227.

Kiuru, N., Spinath, B., Clem, A. L., Eklund, K., Ahonen, T. and Hirvonen, R. (2020), “The
dynamics of motivation, emotion, and task performance in simulated achievement situations”,
Learning and  Individual — Differences, 80 (March), 101873. Available at:
https://doi.org/10.1016/j lindit.2020.101873.

Kurniawan, M. A. D., Hamid, D. and Utami, H. N. (2014), “The effect of compensation on job
satisfaction and employee performance on PT. Prudential Life Assurance”, Jurnal
Administrasi Bisnis Universitas Brawijaya, 16(1), pp. 1-8, (in Indonesian).

Kwan, P. (2020), “Is Transformational Leadership Theory Passé? Revisiting the Integrative Effect
of Instructional Leadership and Transformational Leadership on Student Outcomes”,
Educational ~ Administration  Quarterly,  56(2), pp. 321-349.  Available at:
https://doi.org/10.1177/0013161X19861137.

Kwapong, L. S. A., Opoku, E. and Donyina, F. (2015), “The Effect of Motivation on the
Performance of Teaching Staff in Ghanaian Polytechnics: the Moderating Role of Education
and Research Experience”, International Journal of Education and Research, 3(11), pp. 35-
48.

Lee, C. S. and Wong, K. Y. (2015), “Development and validation of knowledge management
performance measurement constructs for small and medium enterprises”, Journal of
Knowledge Management, 19(4), pp. 711-734. Available at: https://doi.org/10.1108/JKM-10
2014-0398.

Lendzion, J. P. (2015), “Human Resources Management in the System of Organizational
Knowledge Management”, Procedia Manufacturing, 3(Ahfe), pp. 674-680. Available at:
https://doi.org/10.1016/j.promtg.2015.07.303.

Llorens, J. J. and Battaglio, R. P. (2010), “Human resources management in a changing world:
Reassessing public human resources management education”, Review of Public Personnel
Administration, 30(1), pp- 112-132. Available at:
https://doi.org/10.1177/0734371X09351828.

Madhani, P. M. (2014), “Aligning Compensation Systems With Organization Culture”,
Compensation  and  Benefits  Review, 46(2), pp. 103-115. Available at:
https://doi.org/10.1177/0886368714541913.

Malinda, O., Dewi, F. G. and Gamayuni, R. R. (2019), “The Effect of Incentives and Non-Financial
Performance on Managerial Performance”, International Research Journal of Business
Studies, 12(1), pp. 41-54. Available at: https://doi.org/10 21632/irjbs.12.1.41-54.




MANAGEMENT AND ENTREPRENEURSHIP: TRENDS OF DEVELOPMENT
ISSUE 1 (15), 2021

Meerwarth, T. L., Trotter, R. T. and Briody, E. K. (2008), “The knowledge organization: Cultural
priorities and workspace design”, Space and Culture, 11(4), pp. 437-454. Available at:
https://doi.org/10.1177/1206331208314783.

Morrell, D. L. and Abston, K. A. (2018), “Millennial Motivation Issues Related to Compensation
and Benefits: Suggestions for Improved Retention”, Compensation and Benefits Review,
50(2), pp- 107-113. Available at: https://doi.org/10.1177/08863687 18822053,

Muthuveloo, R., Shanmugam, N. and Teoh, A. P. (2017), “The impact of tacit knowledge
management on organizational performance: Evidence from Malaysia®, Asia Pacific
Management Review, 22(4), Pp- 192-201. Available at:
https://doi.org/10.1016/j.apmrv.2017.07.010.

Ng, T. W. H. (2017), “Transformational leadership and performance outcomes: Analyses of
multiple mediation pathways”, Leadership Quarterly, 28(3), pp. 385-417. Available at:
https://doi.org/10.1016/jleaqua.2016.11.008.

Nonaka, I. (1994), “A Dynamic Theory of Organizational Knowledge Creation”, Organization
Science, 5(1), pp. 14-37. Available at: https://dot.org/10.1287/orsc.5.1.14,

Nonaka, 1. (2009), “The knowledge-creating company”, The Economic Impact of Knowledge,
Butterworth-Heinemann. Available at: https://doi.org/10.1016/b978-0-7506-7009-8.50016-1.

Nonaka, 1., Kodama, M., Hirose, A. and Kohlbacher, F. (2014), “Dynamic fractal organizations for
promoting knowledge-based transformation — A new paradigm for organizational theory”,
European Management  Journal, 32(1), pp- 137-146. Available at:
https://doi.org/10.1016/j.emj.2013.02.003.

Nonaka, I. and Toyama, R. (2003), “The knowledge-creating theory revisited: knowledge creation
as a synthesizing process”, Knowledge Management Research and Practice, 1(1), pp. 2-10.
Available at: https://doi.org/10.1057/palgrave kmrp.8500001 .

Nonaka, 1., Toyama, R. and Konno, N. (2000), “SECI, Ba and Leadership: A Unified Model of
Dynamic Knowledge Creation”, Long Range Planning, 33(1), pp. 5-34. Available at:
https://doi.org/10.1016/50024-6301(99)00115-6.

Novianti, K. R. (2019), “Achieving Competitive Advantage through Knowledge Management
Practices: Knowledge-Based View (KBV) Strategy on Indonesia Electricity Sector”, Asia
Pacific Management and Business Application, 007(03), pp. 163-176. Available at:
https://doi.org/10.21776/ub.apmba.2019.007.03 3.

Pepper, A. and Gore, J. (2015), “Behavioral Agency Theory: New Foundations for Theorizing
About Executive Compensation”, Journal of Management, 41(4), pp. 1045-1068. Available
at: https://doi.org/10.1177/0149206312461054.

Peterson, R. A. and Kim, Y. (2013), “On the relationship between coefficient alpha and composite
reliability”, Journal of Applied Psychology, 98(1), pp. 194-198. Available at:
https://doi.org/10.1037/a0030767.

Pradhan, R. K. and Jena, L. K. (2017), “Employee Performance at Workplace: Conceptual Model
and Empirical Validation”, Business Perspectives and Research, 5(1), pp. 69-85. Available at:
https://doi.org/10.1177/2278533716671630.

Praharsi, Y. (2016), “Knowledge management and its implementation in organizations and
individuals”,  Jurnal  Manajemen  Maranatha, 16(1), 115651. Available at:
https:/fjournal.maranatha.edu/index php/jmm/article/view/7 (Accessed 2 December), (in
Indonesian).

Priyanto, W. B. (2016), “The influence of transformational leadership style and compensation on
employee performance with motivation as an intervening variable”, Journal of Innovation in
Business and Economics, 7(2), Pp- 105-114. Available at:
https://doi.org/10.22219/jibe.vol7.no2.105-114, (in Indonesian).

60




Baskoro, B. D., Widjaja, B. T. and Sudarmadji (2020), “The nexus of transformational leadership, compensation
and knowledge management towards employee performance: mediation role of work motivation”, Management and
entrepreneurship: trends of development, 1(15), pp. 41-64. Available at: https://doi.org/10.26661/2522-1566/2021-1/15
03

Rahman, S. and Singh, T. (2019), “Dimensions of employee satisfaction with compensation: Scale
development and validation”, International Journal of Business Excellence, 19(2), pp. 223-
242. Available at: https://doi.org/10.1504/IIBEX 2019.102238.

Reiss, S. (2012), “Intrinsic and Extrinsic Motivation”, Teaching of Psychology, 39(2), pp. 152-156.
Available at: https://doi.org/10.1177/0098628312437704.

Rodriguez Perez, J. and Ordofiez de Pablos, P. (2003), “Knowledge management and organizational
competitiveness: A framework for human capital analysis®, Journal of Knowledge
Management,7(3), pp- 82-91. Available at: https://doi.org/10.1108/13673270310485640.

Samsiah, S. (2018), “The influence of knowledge management and information technology on
competitive advantage and university performance”, Jurnal Manajemen, 22(2), pp. 154-167.
Available at: https://doi.org/10.24912/jm.v22i2.356, (in Indonesian).

Sandvik, A. M., Selart, M., Schei, V. and Martinsen, @. L. (2019), “Setting the Scene: Partners’
Leadership Behavior and Employees’ Perceptions of Work Performance in Professional
Service Firms”, Journal of Leadership and Organizational Studies, 26(4), pp. 441-453.
Available at: https://doi.org/10.1177/1548051818781813.

Shahzadi, 1., Javed, A., Pirzada, S. S., Nasreen, S. and Khanam, F. (2014), “Impact of Employee
Motivation on Employee Performance”, European Journal of Business and Management,
6(23), pp- 2222-2839. Available at:
https:/fiiste.org/Journals/index php/EJIBM/article/view/14794 (Accessed 2 December 2020).

Sharma, K. and Mishra, P. N. (2007), “Systematic Knowledge Management Approach: A Requisite
for Growth and Competitive Advantage”, Management and Labour Studies, 32(3), pp. 375-
389. Available at: https://doi.org/10.1177/0258042x0703200309.

Shin, T. (2016), “Fair Pay or Power Play? Pay Equity, Managerial Power, and Compensation
Adjustments for CEOs”, Journal of Management, 42(2), pp. 419-448. Available at:
https://doi.org/10.1177/0149206313478186.

Shujahat, M., Sousa, M. J., Hussain, S., Nawaz, F., Wang, M. and Umer, M. (2019), “Translating
the impact of knowledge management processes into knowledge-based innovation: The
neglected and mediating role of knowledge-worker productivity”, Journal of Business
Research, 94 (October 2017), pp- 442-450. Available at:
https://doi.org/10.1016/j.jbusres.2017.11.001.

Siddiqui, M. N. (2014), “Success of an Organization is a result of Employees Performance”,
Advances in Social Sciences Research Journal, 1(4), pp. 179-201. Available at:
https://journals .scholarpublishing .org/index.php/ ASSRJ/article/view/280 (Accessed 2
December 2020).

Stoilkovska, A. and Serafimovic, G. (2017), “Job Analysis As an Important Human Resources
Management Function”, International Refereed Scientific Journal Vision, 2(1), pp. 113-124.

Suharto, Suyanto and Hendri, N. (2019), “The impact of organizational commitment on job
performance”, International Journal of Economics and Business Administration, 7(2), pp.
189-206. Available at: https://doi.org/10.35808/ijeba/227.

Sukarta, I. K. R. and Lestari, N. P. N. E. (2019), “Knowledge management, compensation, and
work motivation in improving employee performance with work spirit as an intervening
variable”,  Jurnal  Manajemen  Bisnis, 16(3), pp. 105-121. Available at:
https://doi.org/10.38043/jmb.v1613.2235, (in Indonesian).

Suryadharma, Adi, M., Riana, G. and Sintaasih, Ketut, D. (2016), “The effect of leadership and
compensation on work satisfaction and employee performance”, E-Jurnal Ekonomi Dan
Bisnis Universitas Udayana, 2, pp- 335-358. Available at:
hitps://ojs.unud ac.id/index php/EEB/article/view/14155/12803 (Accessed 2 December 2020),
(in Indonesian).

Suthar, B. K., Chakravarthi, T. L. and Pradhan, S. (2014), “Impacts of Job Analysis on
Organizational Performance: An Inquiry on Indian Public Sector Enterprises”, Procedia

61




MANAGEMENT AND ENTREPRENEURSHIP: TRENDS OF DEVELOPMENT
ISSUE 1 (15), 2021

Economics and Finance, 11(14), pp. 166-181. Available at: https://doi.org/10.1016/s2212
5671(14)00186-5.

Tabernero, C. and Hernandez, B. (2011), “Self-efficacy and intrinsic motivation guiding
environmental behaviour”, Environment and Behavior, 43(5), pp. 658-675. Available at:
https://doi.org/10.1177/0013916510379759.

Torabi, F. and El-Den, J. (2017), “The impact of Knowledge Management on Organizational
Productivity: A Case Study on Koosar Bank of Iran”, Procedia Computer Science, 124, pp.
300-310. Available at: https://doi.org/10.1016/j.procs.2017.12.159.

Tyssen, A. K., Wald, A. and Heidenreich, S. (2014), “Leadership in the Context of Temporary
Organizations: A Study on the Effects of Transactional and Transformational Leadership on
Followers’ Commitment in Projects”, Journal of Leadership and Organizational Studies,
21(4), pp- 376-393. Available at: https://doi.org/10.1177/1548051813502086.

Usman, U. M. Z. and Musa, M. A. (2012), “The influence of organizational knowledge sharing on
employee motivation”, Proceedings — 2012 International Conference on Information
Retrieval and Knowledge Management, CAMP’'12, pp. 87-90. Available at:
https://doi.org/10.1109/InfRKM .2012.6205011.

Van Iddekinge, C. H., Aguinis, H., Mackey, J. D., and DeOrtentiis, P. S. (2018), “A Meta- Analysis
of the Interactive, Additive, and Relative Effects of Cognitive Ability and Motivation on
Performance”, Journal of Management, 44(1), pp. 249-279. Available at:
https://doi.org/10.1177/0149206317702220.

Wang, C. L., Ahmed, P. K. and Rafiq, M. (2008), “Knowledge management orientation: Construct
development and empirical validation”, European Journal of Information Systems, 17(3), pp.
219-235. Available at: https://doi.org/10.1057/ejis.2008.12,

Weinstein, N. and Ryan, R. M. (2010), “When Helping Helps: Autonomous Motivation for
Prosocial Behavior and Its Influence on Well-Being for the Helper and Recipient”, Journal of
Personality and  Social — Psychology, 98(2), pp. 222-244. Available at:
https://doi.org/10.1037/a0016984.

Weldon, D. (2012), “Linking Total Compensation to Performance”, Compensation and Benefits
Review, 44(3), pp. 149-153. Available at: https://doi.org/10.1177/08863687 12459843,

Widodo, D. S. (2017), “The influence of organizational culture, leadership, and compensation
through work motivation on employee performance”, Jurnal Manajemen Motivasi, 13(2), pp-
896-908. Available at: http://dx.doi.org/10.29406/jmm.v13i2.723, (in Indonesian).

Williams, L. J. and Anderson, S. E. (1991), “Job satisfaction and organizational commitment as
predictors of organizational citizenship and in-role behaviors”, Jouwrnal of Management.
Available at: https://doi.org/10.1177/014920639101700305.

Yan, W. and Sloan, M. F. (2016), “The Impact of Employee Compensation and Financial
Performance on Nonprofit Organization Donations”, The American Review of Public
Administration, 46(2), pp- 243-258. Available at:
https://doi.org/10.1177/0275074014554000.

Zaini, Z. and Agustian, R. (2019), “The effect of employee competence and work discipline on
work effectivity on Immigration Office Class 1 North Jakarta”, Transparansi Jurnal llmiah
Ilmu Administrasi, 2(1), pp. 109-115, (in Indonesian).

Zainuri and Mundakir. (2018), “The effect of compensation and motivation on the performance of
civil servants with job satisfaction as an intervening variable”, BMAJ: Business Management
Analysis Journal, 1(1), pp. 26-36, (in Indonesian).

Zhang, L. (2016), “The impact of human resource management on organizational effectiveness”,
Chemical  Engineering Transactions, 51, pp- 895-900. Available at:
https://doi.org/10.3303/CET1651150.

Zohar, D. and Polachek, T. (2017), “Using Event-Level Data to Test the Effect of Verbal Leader
Behavior on Follower Leadership Perceptions and Job Performance: A Randomized Field

62




Baskoro, B. D., Widjaja, B. T. and Sudarmadji (2020), “The nexus of transformational leadership, compensation
and knowledge management towards employee performance: mediation role of work motivation”, Management and
entrepreneurship: trends of development, 1(15), pp. 41-64. Available at: https://dotorg/10.26661/2522-1566/2021-1/15

Experiment”, Group and Organization Management, 42(3), pp. 419-449. Available at:
https://doi.org/10.1177/1059601115619079.

ACKNOWLEGEMENT
The author thank to Sekolah Tinggi Manajemen Labora, DKI Jakarta, Indonesia for
supporting this research.

FUNDING
This research received no specific grant from any funding agency in the public, commercial,
or not-for-profit sectors.

DECLARATION OF CONFLICTING INTEREST
The Authors declare that there is no conflict of interest.

DATA ACCESSIBILITY STATEMENT
The author confirms that the data supporting the findings of this study are available within the
article.

3B'SI30K TPAHC®OPMALIIMHOI'O JIIJIEPCTBA, KOMIIEHCAILIIL TA YIIPABJIIHHSI
3HAHHAMHU NOJ0 EGEKTUBHOCTI POBOTHU C-"l'llBPOElTHl'lKlB:
MOCEPE/IHUIIBKA POJIb MOTHBAIIII ITPAIILI

Bimmo Dwi Baskoro Bernard Tirto Widjaja Sudarmadji
Sekolah Tinggi Manajemen Sekolah Tinggi Manajemen Sekolah Tinggi Manajemen
Labora Labora Labora
Jakarta, Indonesia Jakarta, Indonesia Jakarta, Indonesia

Jlane mocnmimKeHHA Mano Ha METi THpoaHalTi3yBaTH B3a€MO3B'A30K TpaHchopMmaliiiHOTO
nigepcra (TL), xomnencanii (CM) ta ynpasninus sHansaaymu (KM) mono epextusnocTi poboTh
cniBpobiTHHKIB (EP) yepes MoTuBauiio podots (WM) B iHkeHepHHX KOHCANTHHTOBHX KOMIIAHIAX B
cTonuuHoMy perioni J[xkakaptu. Jlane JoCniDKeHHsA TIPHUMHHO-HACHIAKOBHX 3B S3KIB
BUKOPHCTOBYBaNO MigXiJ onuTyBaHHA. OO0’ekTOM aHaNi3y HbOTO MAOCHIKEHHS OymH JedKi
iHKeHepHI KoMmaHii, MpeacTaBleHi eKcrepTaMHM NPOEKTYBaNbHUKIB OyaiBHMUTBa. Bonu manu
BUCOKY KBami(pikamito i Oynu unenamm HanionansHoi acomianii iHA0He3iICBKMX KOHCYITBTAHTIB
(Inkinmo) B cronuunomy perioni xaxapru, Innonesia. L{insoBoio BHOIpKOIO HBOTO JOCTIAKEHHSA
Oynu opraHizalii KOHCAATHHTOBHX KOMIaHiH, NpeacTaBlieHi NOCTIHHHMH eKclepTaMH ado
kBaniikoBaHOIO poOOUOI0 CHIIOID, AKI MpalioBanH B cnyxbax mnanysaHHs OyaiBHHUTBa. 30ip
JAHHX 1IBOTO JOCTIKeHHA OyB NEPBHHHMM Ta BTOPHHHHM 3a JONOMOTOK MOJETOBaHHA
CTPYKTYPHHX piBHSHb METOAOM YacTKOBHX HaiiMeHmHX KsaapaTiB. KinbkicTh 3araabHHX
pecriongeHTiB gocnimkxenns — 106 ocid, ski OyomM npaniBHMKamMu 0OpaHUX IHXXKHUHIPHHTOBHX
KOHCANTHHTOBUX KOMMaHiil ctonuunoro periony /xakaptin. TL mas 3naunmii Bnms Ha EP 4epes
moTtuBanito npani. CM maB 3na4unuii Brims Ha EP uepes WM. Hapewrti, KM MmaB 3nauynuit Bunus
Ha EP uepes WM. BaxnusicTh HBOT0 AOCHIIKEHHA BUXOIUTL 3 KOHTEKCTY HOro NMpOBEACHHA B
CTONUYHOMY perioHi [xakxaptH, Ingonesis. bineie Toro, e Oyna ojHa 3 NepuMX cnpod BKazaTH
EP, BpaxoBytoun TL, CM Ta KM Ta cnoctepirati 3a BukopucTanHam EP ang imkuHipHMHrOBHX
KOHCAITHHTOBHX KOMMaHii B IHmoHesil. Pe3symbTaTH 1BOro MOCHKEHHS MOKYTh IOCTYKHTH
JeKLIbKOM BKIIagaM AJis opraHisaniil y pospo0dui npakTuk Mixk Bumipom WM Ta posumpennsm KM
cepell KOHCAITHHTOBHX IHKMHIPHHTOBHX KOMMaHiH y cTonumuHoMy perioni xakapty, [nnonesis.

KniouoBi cnosa: TpanchopmaniiiHe InigepcTBO, KOMIICHCALiA, YHOPABIIHHSA 3HAHHAMH,
OPOAYKTHBHICTL IpaliBHHUKA, MOTHBALiA Mpaili.
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CBA3b TPAHCOOPMAIIMOHHOT'O JIMJIEPCTBA, BOSHAT'PAK/IEHU 51
H YIIPABJIEHHUS 3SHAHUSIMH C SO@PEKTUBHOCTBIO COTPY IHHKOB:
MNOCPEJHHYECKAS POJIb TPYJOBOU MOTUBALIUH

Bimmo Dwi Baskoro Bernard Tirto Widjaja Sudarmadji
Sekolah Tinggi Manajemen Sekolah Tinggi Manajemen Sekolah Tinggi Manajemen
Labora Labora Labora
Jakarta, Indonesia Jakarta, Indonesia Jakarta, Indonesia

Jlannoe uccnenoBaHue OBUIO HAaNpaBIEHO Ha aHANM3 B3aMMOCBA3M TPaHC(OPMALIMOHHOTO
mupepctea (TL), Bosnarpaxaenua (CM) u ynpasnenust 3nanusmu (KM) ¢ npou3BoauTe IbHOCTBIO
cotpyauukoB  (EP) wepes TpymoByio wmotmBanmio (WM) B WHKEHEpHO-KOHCANTHHTOBBIX
KOMIIAHHAX B CTONHYHOM pernone J[xakapra. DTo HcclenoBaHHe IPHYMHHO-CIEACTBEHHOH CBA3H
HCTIONB30BAI0 METOJ onpoca. Enuuuiel aHanu3a 1aHHOTO MCCACI0BaHHA BBICTYIHIH HECKOIBKO
HHZKHHHPHHTOBLIX KOMIAHHH B JIMLE CHELHATHCTOB MPOSKTHPOBIIHKOB CTPOHTENLCTBA, Y HHX
Oblna BLICOKas KBanu(HKalMA, H 0HH Oplan unenamMu HanuonaneHoll acconuanuy HHAOHE3HICKHX
koHcynbTanToB (MHKHHOO) B crommuHoM peruoHe J:akapra, Munonesus. Llenesoii BnIGopkoit
JaHHOTO HcCleJ0BaHMs OBUTM  OpPraHM3alM  KOHCANITHHTOBLIX KOMIAHHii, IIpeacTaBleHHEIE
HOCTOSIHHBIMHM JKCTIEpTaMHM MM KBaNM(UIIMPOBAHHBIMA Kajapamu, pabotalonmmu B cnyxbax
NIaHHPOBaHUA CTpouTenbeTBa. COOp JaHHBIX TOr0 HCCNENOBAHHA OBLI IMEPBHYHEIM H BTOPHYHBIM
¢ MCMOJbL30BAHHEM MOJENHPOBAHHA CTPYKTYPHLIX YPaBHEHHH ¢ METOAOM YacTHBLIX HAHMEHBLIINX
KBajpaToB. Bcero pecnomgenTamu 3T0r0 HcciegoBaHHs cTamd 106 cOTpyIHHKOB BeIOpaHHBIX
HHKEHEPHBIX KOHCANTHHTOBEIX KOMITAHMI B cTonMuHoM perHoHe Jlxkakapra. TL okasan
3HauMTedbHOe BAMAHMEe Ha EP uepes moturanmio paboTel. CM okazan 3HaUNTENLHOE BIMAHHE Ha
EP uepes WM. Hakonen, KM oxazan snauntensnoe snusinue Ha EP uepes WM. Baxnocts 3toro
HCCTIEI0BAHHA BBITEKACT M3 KOHTEKCTa €ro NpOBENEHHA B CTONHYHOM pernoHe [Ixakapra,
Huponesus. bonee Toro, 310 6blna 0gHa U3 NepBIX MONBITOK 0603Ha4wnTh EP ¢ yuetom TL, CM u
KM n nabmogate 3a ucnomnpioBanHeM EP 1nd HMHMKEHEpHBIX KOHCANTHHTOBBIX KOMIIAHHH B
Huponesun. PesynbTaTel 3TOr0 HCCIEA0BAHMA MOTYT IMOCHYKHTh HEKOTOPLIM BKIaJ0M Ui
opraHu3alMii B pa3paboTKy NpakTHK MexAy uiMepeHueM WM M paciiupeHHEM yTpaBIeHHS
3HAHMAMH CPEIHM KOHCANTHHIOBEIX HHKEHEPHBIX KOMNAHMH B cTONMYHOM pernoHe JIxakapra,
Humonesns.

Kmo4esble cioBa: TpaHc(opMallHOHHOE THIEPCTBO, KOMIIEHCALIHA, YIIPABIeHHe 3HAHUAMH,
3 eKTHBHOCTE COTPYAHHKOB, TPY10Bas MOTHBALIHA.
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